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GUEST EDITORS’ INTRODUCTION 

GROWTH AND GLOBALIZATION: EVOLUTION OF HUMAN RESOURCE 
MANAGEMENT PRACTICES IN ASIA 

ARTHUR YEUNG, MALCOLM WARNER, AND CHRIS ROWLEY 1 


In this introductory note, we offer an overview of how human resource management in Asian countries and 
corporations is evolving in the face of rapid business growth and integration into the global economy and we 
describe how the articles in this Special Issue contribute to new knowledge and insights regarding key issues, 
challenges, and evolution in the field of HRM in Asia. Driven by the combined forces of rapid gross domestic 
product growth in many Asian economies and their further integration into the global business arena, firms in 
Asia are in constant flux, no matter whether they are developed economies like Japan, Korea, and Taiwan; de- 
veloping economies like Malaysia and Thailand; or transitional economies like China and Vietnam. How will 
HRM systems in these countries evolve and transform under the combined forces of growth and globaliza- 
tion? We argue that HRM systems in these Asian firms most likely will evolve toward “bounded convergence.” 
The demands and expectations of the HR function to take on strategic roles (versus administrative roles) and 
address critical HR issues like attracting and retaining key talent, building talent pipelines, and creating high- 
performing cultures are greater than ever. We conclude with a high-level summary of the key contribution of 
the eight articles covered in this Special Issue. 


HR SCIENCE FORUM 

STRATEGIC HRM PRACTICES AND THEIR IMPACT ON COMPANY 

PERFORMANCE IN CHINESE ENTERPRISES 

SYED AKHTAR, DANIEL Z. DING, AND GLORIA L. GE 15 


This study examined the factorial validity of strategic human resource management practices and their effects 
on company performance in a sample of 465 Chinese enterprises. Data were collected through two question- 
naire surveys among general managers and HRM directors on product/service performance of their compa- 
nies and a range of strategic HRM practices. Our findings indicate that a valid set of strategic HRM practices 
(training, participation, results-oriented appraisals, and internal career opportunities) affect both product/serv- 
ice performance and financial performance. Employment security and job descriptions contribute uniquely to 
product/service performance, whereas profit sharing contributes uniquely to financial performance. 
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INSTITUTIONAL ANTECEDENTS AND PERFORMANCE CONSEQUENCES OF 
EMPLOYMENT SECURITY AND CAREER ADVANCEMENT PRACTICES: 

EVIDENCE FROM THE PEOPLE'S REPUBLIC OF CHINA 

YAPING GONG AND SONG CHANG 33 


In this study, we examine the provision of employment security and career advancement opportunities in 
firms of diverse institutional ownership and the impact of such practices on employee and firm outcomes. The 
sample included 478 state-owned and non-state-owned firms (i.e., domestic private firms, Sino-foreign joint 
ventures, and wholly-foreign-owned firms) in the People’s Republic of China. We found that the provision of 
employment security was greater in state-owned than in non-state-owned firms. The provision of career ad- 
vancement opportunities in domestic private firms and Sino-foreign joint ventures was similar to that in 
wholly foreign-owned firms, but greater than that in state-owned firms. The provision of career advancement 
opportunities was positively related to employee organizational commitment, citizenship behaviors, and firm 
performance. The provision of employment security was positively related to employee organizational com- 
mitment, but not to citizenship behaviors or firm performance. 


HUMAN RESOURCES PLANNING ON TERRORISM AND CRISES IN THE ASIA 

PACIFIC REGION: CROSS-NATIONAL CHALLENGE, RECONSIDERATION, AND 
PROPOSITION FROM WESTERN EXPERIENCES 

DIAN-YAN LIOU AND CHIN-HUANG LIN 49 


Since the 9/11 attacks in the United States (2001) and the two bombing events in Bali (2002, 2005), there has 
been renewed interest in emergency prevention policies in many organizations around the world. Functional 
terrorism preparedness requires changes in organizational thinking about external environmental threats. This 
shift in organizational thinking could be led by human resource departments. !n order to achieve this goal, HR 
departments must redefine their role in terms of crisis management, and then four key planning measures for 
insuring postemergency operations should be observed. Using system dynamics (SD) methodology, this arti- 
cle examines the causes of states in which organizations operate after terrorist attacks. Based on the qualita- 
tive analytic approach of causal loops, this article explores the major challenges for HR development 
prompted by terrorism. Specifically, we focus on changes both to organizational communication and to work- 


force planning and succession. These activities are a tremendous challenge immediately following a disaster. 
A functional HR plan must include elements for proactive alertness, the ability to dispatch inventory, evacua- 
tion plans, and record preservation coupled with dissemination to employees and explicit employee training 
and cross-cultural management. 


STRATEGIC HUMAN RESOURCE MANAGEMENT. FIRM PERFORMANCE, AND 
EMPLOYEE RELATIONS CLIMATE IN CHINA 
HANG-YUE NGO, CHUNG-MING LAU, AND SHARON FOLEY 73 


We examined strategic human resource management (SHRM) and human resource practices in the People’s 
Republic of China to assess the impact of these practices on firm performance and the employee relations cli- 
mate. We also tested whether firm ownership moderates the above relationships. Empirical results from a 
sample of Chinese firms from various industries and regions showed that the levels of adoption of SHRM and 
HR practices were lower in state-owned enterprises (SOEs) than in foreign-invested enterprises (FIEs) and pri- 
vately owned enterprises (POEs). Both SHRM and HR practices were found to have direct and positive effects 
on financial performance, operational performance, and the employee relations climate. However, the moder- 
ating effect of ownership type was significant for financial performance only. 


DO RACE AND GENDER MATTER IN INTERNATIONAL ASSIGNMENTS 
TO/FROM ASIA PACIFIC? AN EXPLORATORY STUDY OF ATTITUDES AMONG 
CHINESE AND KOREAN EXECUTIVES 

ROSALIE L. TUNG 91 
Based on a survey of EMBA students in China and South Korea, this article examines how two sensitive but 
potentially salient criteria—race and gender—affect the selection of an executive to head the (a) foreign opera- 
tions of a U.S. multinational in China and South Korea and (b) newly acquired U.S. operations of a Korean 
multinational. The results reveal a fairly complex picture of how gender, race, and the interplay of these two 
factors might affect these decisions. In the Korean sample, competencies mattered more than race and gender 
in a senior executive appointment to the U.S. operations of Korean multinationals. Also in the Korean sample, 
race and gender outweighed competencies in assignments to Korea. In the Chinese sample, competencies 
outweighed race and gender in a senior executive appointment in China. Overall, Koreans had a more posi- 
tive attitude toward foreign-born Koreans than the Chinese toward foreign-born Chinese for senior executive 


appointments. Implications for international human resource management and diversity management, both 
theoretical and applied, are discussed. 


HOW DOL TRUST THEE? THE EMPLOYEE-ORGANIZATION RELATIONSHIP. 
SUPERVISORY SUPPORT, AND MIDDLE MANAGER TRUST IN THE 
ORGANIZATION 


ANN YAN ZHANG, ANNE S. TSUI, LYNDA JIWEN SONG, CHAOPING LI, AND LIANGDING JIA 111 


Given the assumption that most employers would like to gain the trust of their employees, what would initi- 
ate this trust? This study explores the joint role of the employee-organization relationship (EOR) and supervi- 
sory support in initiating trust among middle managers. The results from a study of 545 middie managers in 
China show that both EOR and supervisory support are important in creating trust, with supervisory support 
having a stronger influence than EOR. Further, supervisors play a synergistic role by accentuating the positive 
influence of the mutual investment EOR approach and attenuating the negative influence of the quasi-spot 
contract EOR with the managers. Results reinforce the importance of both formal structure and social 
processes in cultivating employee trust in the organization. We discuss implications of these findings for fu- 
ture research and human resource management practices. 


A RETROSPECTIVE AND PROSPECTIVE ANALYSIS OF HRM RESEARCH IN 
CHINESE FIRMS: IMPLICATIONS AND DIRECTIONS FOR FUTURE STUDY 
CHERRIE JIUHUA ZHU, S. BRUCE THOMSON, AND HELEN DE CIERI 133 


Based on an extensive review and analysis of 182 articles published in the field of human resource manage- 
ment that focus on China since its economic reform, this article discusses the major reasons for the growth in 
this area of research. We identify five major categories spanning research and practice, ownership type, and 
research method. Further, we examine issues and deficiencies in the research literature. Based on our analysis 


of each research category, we present a substantial series of research questions and implications for future re- 
search on HRM in China. 


NEW FORMS OF OWNERSHIP AND HUMAN RESOURCE PRACTICES IN VIETNAM 
YING ZHU, NGAN COLLINS, MICHAEL WEBBER, AND JOHN BENSON 157 


In 1986, the government of Vietnam commenced the move from a centrally planned system to a market-ori- 
ented economy with a multisectoral economic structure and a multiownership system. This process, known as 
Doi Moi, has had a major effect on the economic and social fabric of Vietnam. Although the body of research 
on this topic has grown, few studies have explored the effect of these economic changes on the internal opera- 
tions of enterprises. In particular, little is known about the relationship between these new forms of ownership 
and how enterprises structure their human resource management. This article seeks to explore this relationship 
through detailed case studies of 32 enterprises covering the range of ownership types. The findings reveal a di- 
versity of human resource management practices, but certain practices are now more prevalent in particular 
types of enterprises; human resource management remains the overall exception. The article concludes by con- 
sidering the theoretical and practical implications of these results for economies undergoing transition. 
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HR SCIENCE FORUM 

WOMEN AND INTERNATIONAL ASSIGNMENTS: TAKING STOCK— 

A 25-YEAR REVIEW 

YOCHANAN ALTMAN AND SUSAN SHORTLAND 199 


Women’s progress into management and, more specifically, into the world of expatriates, is the subject of this 
review. Despite advances in equal opportunities legislation, women failed to embark on expatriate missions in 
significant numbers during the 1980s. In the 1990s, more women were offered international assignment op- 
portunities but they remained a negligible minority compared to men. The first decade of the twenty-first cen- 
tury has witnessed a gradual increase in the number and visibility of women in international assignments. 
Through a comprehensive review of the literature over the period from 1980 to now, this article charts the 
emerging themes and changes in the tone of discourse: from when organizations were debating whether to 
“give women a chance” through attempts to identify and remove “blockages” to women’s progress to, most 
recentiy, structural changes in the expatriate assignment and claims for women’s superior affinity to operating 
internationally. We highlight gaps in the current literature and propose a platform for future research. We con- 
clude with recommendations for practice. 


BLACK AND WHITE AND READ ALL OVER: RACE DIFFERENCES IN REACTIONS 
TO RECRUITMENT WEB SITES 
CAREN B. GOLDBERG AND DAVID G. ALLEN 217 


Based on signaling theory, this study examines the impact of Web-site design and content characteristics on 
applicants’ intentions to pursue employment, the mediating effects of engagement with the Web site and atti- 
tude toward the organization, and the moderating effects of applicant race on these relationships. The design 
characteristics of ease of use and usefulness impact attraction indirectly through Web-site engagement and at- 
titude toward the organization. Further, Web sites’ parasocial interaction (allowance for two-way communica- 
tion) predicts intentions to pursue both directly and indirectly through engagement and attitude toward the 
organization. Unexpectedly, diversity statements did not impact attraction in the full sample. Multigroup 
analyses revealed that many of the paths between the predictors of parasocial interaction and (to a lesser ex- 
tent) diversity statements and the outcomes differed by race, with stronger effects observed for blacks than 
whites. Theoretical and practical implications are discussed. 


SUPPORTING A DIVERSE WORKFORCE: WHAT TYPE OF SUPPORT IS MOST 
MEANINGFUL FOR LESBIAN AND GAY EMPLOYEES? 
ANN H. HUFFMAN, KRISTEN M. WATROUS-RODRIGUEZ, AND EDEN B. KING 237 


We examine differences in type of support (i.e., supervisor, coworker, organizational) received by lesbian, gay, 
and bisexual (LGB) employees and the relationship between type of support and relevant outcomes (job and 
life satisfaction, outness of sexual orientation). Surveys were administered to 99 LGB individuals, and results 
indicate that support is best viewed as a multidimensional construct composed of supervisor, coworker, and 
organizational support for LGB employees. Overall, supervisor support was related to job satisfaction, 
coworker support was related to life satisfaction, and organizational support for LGB employees was related 
to outness. Thus, support for LGB employees is related to important outcomes. Practical suggestions for in- 
creasing organizational support for LGB employees are offered. 


OVERLOOKED AND UNDERUTILIZED: PEOPLE WITH DISABILITIES ARE AN 
UNTAPPED HUMAN RESOURCE 
MARK L. LENGNICK-HALL, PHILIP M. GAUNT, AND MUKTA KULKARNI 255 


The retirement of baby boomers along with a smaller cohort group of young people replacing them poses a 
challenge for employers in the future—where will they find the workers they need? One largely untapped 
source of human resources is people with disabilities (PWDs). Why have employers mostly ignored this !arge 
labor pool? This research used a semistructured interview approach with 38 executives across a broad array of 
industries and geographic regions to examine why employers don’t hire PWDs and what they believe can be 
done to change this situation. Results show that most employers are not very proactive in hiring PWDs and 
that most employers hold stereotypical beliefs not supported by research evidence. 


INTERORGANIZATIONAL FORMAL MENTORING: BREAKING THE CONCRETE 
CEILING SOMETIMES REQUIRES SUPPORT FROM THE OUTSIDE 
AUDREY J. MURRELL, STACY BLAKE-BEARD, DAVID M. PORTER JR., AND ADDIE PERKINS-WILLIAMSON 275 


Our research explores the idea that formal mentoring relationships that cut across traditional organizational 
boundaries may facilitate positive interactions among an increasingly diverse workforce. We present inter- 
view, Web-survey, and focus-group data across an eight-month period from a pilot test of an interorganiza- 
tional formal mentoring (IOFM) program sponsored by the Executive Leadership Council (ELC). Results indi- 
cate that IOFM provides valuable access to mentoring relationships that include trust and psychosocial 
support, access to legitimate organizational power, and the sharing of social capital across traditional organi- 
zational boundaries. The benefits and challenges of this approach to mentoring and diversity are examined. 


(continued) 


WORK-LIFE POLICY IMPLEMENTATION: BREAKING DOWN OR CREATING 
BARRIERS TO INCLUSIVENESS? 
ANN MARIE RYAN AND ELLEN ERNST KOSSEK 295 


Although many employers have adopted policies to support the integration of work with personal and family 
life, expected positive gains are not always realized. One reason for this gap is that practitioners and re- 
searchers often overlook how variation in policy implementation and use by different employee stakeholder 
groups fosters a culture of inclusiveness. We discuss four ways in which work-life policies are implemented 
(the level of supervisor support for use, universality of availability, negotiability, and quality of communica- 
tion) and show how these affect the degree to which policies are seen as promoting inclusion or exclusion. 
These implementation attributes affect whether an adopted policy is perceived to fulfill work-life needs and 
act to signal the organization's support for individual differences in work identities and life circumstances. Im- 
plications for HR practitioners are discussed. 


THE EFFECT OF EXPLANATIONS ON PROSPECTIVE APPLICANTS’ REACTIONS 
TO FIRM DIVERSITY PRACTICES 
IAN 0. WILLIAMSON, HOLLY S. SLAY, DEBRA L. SHAPIRO, AND SHERYL L. SHIVERS-BLACKWELL 311 


Drawing on the recruitment, marketing, and explanation literatures, we examine how the language used to 
describe diversity practices in employee recruitment advertisements influences the organizational attractive- 
ness perceptions of white, black, and Asian prospective applicants. Results show that prospective applicants’ 
reactions to advertised support for identity-conscious diversity practices were moderated by applicants’ race, 
applicants’ previous discrimination experiences, and the type of explanation a firm used to support its use of 
diversity practices. The results of this article provide new insights into how firms can effectively attract a di- 
verse applicant pool. 


HR LEADERSHIP FORUM 


BEYOND DIVERSITY TRAINING: A SOCIAL INFUSION FOR CULTURAL 
INCLUSION 
CAROLYN |. CHAVEZ AND JUDITH Y. WEISINGER 331 


Contemporary organizations, in an effort to reap the benefits of a diverse workforce, continue to spend mil- 
lions of dollars on diversity training despite the tendency of such training to either fail or result in less than 
desired outcomes. We introduce an alternative, strategic approach to organizational diversity designed to cre- 
ate a more inclusive “culture of diversity.” This long-term, relational approach emphasizes an attitudinal and 
cultural transformation, requiring managers to “break barriers” by moving away from “managing diversity” 
toward “managing for diversity” to capitalize on the unique perspectives of a diverse workforce. 


DIVERSE SUCCESSION PLANNING: LESSONS FROM THE INDUSTRY LEADERS 
CHARLES R. GREER AND MEGHNA VIRICK 351 


Although practitioners and academics alike have argued for succession planning practices that facilitate better 
talent identification and creation of stronger “bench strength,” there has been little attention to the incorpora- 
tion of gender and racial diversity with succession planning. We discuss practices and competencies for incor- 
porating diversity with succession planning and identify methods for developing women and minorities as 
successors for key positions. Improvements in strategy, leadership, planning, development, and program 
management processes are suggested. Recommendations for process improvement are developed from the 


diversity and succession planning literatures and interviews of 27 human resource professionals from a broad 
range of industries. 
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MAKING PUBLIC ORGANIZATIONS MORE INCLUSIVE: A CASE STUDY OF THE 
VICTORIA POLICE FORCE 

ISABEL METZ AND CAROL T. KULIK 369 
In contrast to traditional models of change developed in the private sector, change in public-sector organiza- 
tions often is initiated by noninclusive cultures, and the culture itself is the direct focus of the change effort. 
This article describes the strategies used by the Chief Commissioner of Police to change the Victoria Police 
Force's culture to be diversity-inclusive. We first explain how this change effort used traditional change strate- 
gies (e.g., organizational artifacts reflecting the new culture). We then analyze how it differs from traditional 
change models and explain the role of the broader system, such as legislative support, in the change process. 


DIVERSITY—MAKING SPACE FOR EVERYONE AT NASA/GODDARD SPACE 
FLIGHT CENTER USING DIALOGUE TO BREAK THROUGH BARRIERS 


SHARON WONG 389 
Diversity is perhaps one of the most important concepts in today’s business environment. Organizations have 
expended significant resources in this area in an effort to improve the bottom line, to become an employer of 
choice, to avoid lawsuits, and to “do the right thing.” Diversity is also one of the most difficult initiatives to im- 
plement in organizations because there are such diverse views on what diversity is and how deeply it should 
be woven into an organization’s culture. Diversity can be difficult also because the dimensions of diversity are 
closely tied to an individual's personal beliefs, perceptions, and life experiences. These personal beliefs often 
present barriers to full inclusion and participation in the workforce. At NASA/Goddard, we are using dialogue 
and other initiatives to break through these barriers to create and sustain an equitable and inclusive workplace. 
Our Diversity Dialogue Project has been key in helping us to identify and address the diversity issues and con- 
cerns at the Center and in helping us to move confidently toward the future. This article describes the diversity 
journey at NASA/Goddard thus far and provides insight into the challenges and opportunities of such a journey. 
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BREAKING BARRIERS FOR PURPOSES OF INCLUSIVENESS, PART TWO 

HR SCIENCE FORUM 

BREAKING BARRIERS AND CREATING INCLUSIVENESS: LESSONS OF 
ORGANIZATIONAL TRANSFORMATION TO ADVANCE WOMEN FACULTY IN 
ACADEMIC SCIENCE AND ENGINEERING 

DIANA BILIMORIA, SIMY JOY, AND XIANGFEN LIANG 423 


To increase the representation and participation of women and other minorities in organizations, workplaces 
must become more inclusive. For such change to be successful and sustainable, organizations must systemat- 
ically break down the barriers constraining women’s participation and effectiveness; improve their prevailing 
structures, policies, and practices; and engender transformation in their climates. This article presents the ex- 
perience of 19 U.S. universities, funded by the National Science Foundation’s ADVANCE Institutional Transfor- 
mation program, that have embraced comprehensive transformation for improved gender representation and 
inclusion in science and engineering disciplines. It describes the facilitating factors, program initiatives, insti- 
tutionalization, and outcomes of their transformation, and suggests a transformation model that all organiza- 
tions can use to create an inclusive and productive workplace for a diverse workforce. 


THE INCLUSION CHALLENGE WITH REDUCED-LOAD PROFESSIONALS: 

THE ROLE OF THE MANAGER 

PAMELA LIRIO, MARY DEAN LEE, MARGARET L. WILLIAMS, LESLIE K. HAUGEN, 

AND ELLEN ERNST KOSSEK 443 


Increased interest in reduced-load (part-time) work among professionals who want to have a life beyond work 
has led to new challenges for managers who must sustain productivity while also supporting employees. 
However, to date, little attention has been focused on exactly how managers facilitate effective implementa- 
tion of these alternative work arrangements. This study presents findings from an interview study of 83 cases 
of reduced-load professionals in 43 organizations in the United States and Canada. Analysis of the interviews 
with both professionals and their managers surfaced recurrent themes that led to identification of five clusters 
of behaviors and five clusters of dispositions that capture the nature of managerial support in implementing 
reduced-load work. The ten categories of behaviors and dispositions expand on existing notions of supervi- 
sory support and provide new insight into the role of managers in fostering inclusiveness. Additional quanti- 
tative analyses found significant relationships between the success of the reduced-load arrangements and 
specific managerial behaviors and dispositions. 


421 


THE GLASS CEILING IN HUMAN RESOURCES: EXPLORING THE LINK 

BETWEEN WOMEN’S REPRESENTATION IN MANAGEMENT AND THE 

PRACTICES OF STRATEGIC HUMAN RESOURCE MANAGEMENT AND 

ZMPLOYEE INVOLVEMENT 

SHAUN PICHLER, PATRICIA A. SIMPSON, AND LINDA K. STROH 463 


Research on sex stereotypes suggests that gender bias is an invisible barrier—the so-called glass ceiling—pre- 
venting women from breaking into the highest levels of management in business organizations. Using data 
from a state-based professional HR organization, we investigated this phenomenon in the field of HR manage- 
ment. Building on the lack of fit model of gender discrimination and previous research, we tested two hy- 
potheses: that women in HR are more likely to be concentrated in lower-level managerial positions in organi- 
zations that emphasize employee involvement (because of a related emphasis on stereotypically feminine 
managerial abilities) and that women in HR also are more likely to be concentrated in lower-level managerial 
positions in organizations that emphasize strategic human resource management (because of a related em- 
phasis on stereotypically masculine characteristics). Our results support the first but not the second hypothe- 
sis. Theoretical and practical implications related to the glass ceiling are discussed. 


LEADERSHIP FORUM 
TIME OUT FOR FAMILY: SHIFT WORK, FATHERS, AND SPORTS 
LAWRENCE S. ROOT AND LYNN PERRY WOOTEN 481 


Shift work is a fact of life for many workers. Almost one in six full-time hourly and salary employees works a 
shift outside the 6 a.m. to 6 p.m. window that researchers use to define the temporal bounds of the traditional 
workday. Almost half of those working in restaurants and bars work such alternate shifts, as do more than a 
quarter of workers in hospitals and manufacturing facilities. Drawing on interviews and observations in a Mid- 
western auto parts plant, this study explores how individuals in this predominantly male workforce talk about 
fulfilling family responsibilities in the face of relatively inflexible shift schedules. Interviews and observations 
reveal how the time pressures of shift work, particularly the afternoon-evening shift, affect the ability of fa- 
thers to participate in their children’s activities, especially organized sports. Without formal options for sched- 
uling flexibility, workers turn to a variety of informal approaches, such as ad hoc arrangements with sympa- 
thetic supervisors or the assistance of coworkers in covering for absences. In extreme cases, workers may 
engage in independent actions, often placing their jobs at risk. These findings contribute to the literature on 
work-family conflict and the gender dynamics of work-family life programs. By emphasizing the importance of 
including fathers in the work-family equation, they have practical implications for both employers and policy- 
makers concerned with addressing the challenges of helping a contemporary workforce strike an equitable 
balance between work and family life. 


REGULAR PAPERS 

HR SCIENCE FORUM 

HUMAN RESOURCE ISSUES IN OUTSOURCING: INTEGRATING RESEARCH 

AND PRACTICE 

SANDRA L. FISHER, MICHAEL E. WASSERMAN, PAIGE P. WOLF, AND KATHERINE HANNAN WEARS 501 


As the use of outsourcing as a staffing strategy continues, it is important to understand how the landscape of 
human resource management shifts in response to this strategy. Much of the existing outsourcing research in 
human resource management and organizational behavior has examined individual-level responses. In this 
article, we use this research to identify the outsourcing-related challenges facing HR professionals in both the 
service provider and client organizations as they strive to attract, motivate, and retain high-performing em- 
ployees and explore HR practices that may help achieve organizational goals. Areas in need of additiona! re- 
search are also identified. 
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INFORMATION TECHNOLOGY USAGE AND HUMAN RESOURCE ROLES 
AND EFFECTIVENESS 
VICTOR Y. HAINES Ii AND GENEVIEVE LAFLEUR 525 


The human resource function has undergone dramatic change, owing, it would seem, to greater use of rapidly 
evolving information technology. This study presents the results of an empirical investigation into the associa- 
tions between the use of information technology and the roles and effectiveness of the human resource func- 
tion. The results support relationships between information technology use and greater involvement in the 
strategic HR roles of business partner and change agent. Positive associations between information technol- 
ogy use and technical and strategic effectiveness also revealed the transformational potential of information 
technology-supported human resource management applications. 


WHEN LESS IS MORE: THE EFFECT OF DEVOLUTION ON HR’S STRATEGIC 
ROLE AND CONSTRUED IMAGE 
CAROL T. KULIK AND ELISSA L. PERRY 541 


This research explores the possibility that devolving people-management activities to line managers might 
transform an HR unit and improve its reputation within its organization. We examined the effect of devolving 
people-management responsibilities to line managers on HR managers’ construed image—their perceptions 
of the internal reputation of the HR unit. Results revealed that a devolution strategy had a positive effect on 
HR managers’ perceptions of their unit’s reputation among line managers and that this effect was partially 
mediated by changes in the HR function. Specifically, devolution increased HR’s involvement in the operation 
of business units and in the organization's strategic planning. In turn, this change in HR’s strategic role re- 
sulted in a more positive construed image for members of the HR unit. 


DEVELOPMENT AND TEST OF A MODEL OF EXTERNAL ORGANIZATIONAL 
COMMITMENT IN HUMAN RESOURCES OUTSOURCING 
FILIP LIEVENS AND WILFRIED DE CORTE 559 


Most prior outsourcing studies in the human resources domain have focused on the initial decision for out- 
sourcing HR activities. Hence, little is known about HR managers’ commitment to continue an already existing 
outsourcing relationship. This study constitutes a first step to increase our understanding of the factors re- 
lated to the continuity of HR outsourcing relationships. We developed and tested a model of HR managers’ (N 
= 186) commitment in outsourcing relationships. Affective commitment or the desire for the outsourcing rela- 
tionship to continue was related to the depth and frequency of HR outsourcing. Conversely, continuance com- 
mitment, which refers to the constraints that keep the outsourcing relationship intact, was not related to the 
continuity of HR outsourcing. Finally, affective commitment was fostered by HR managers’ perception that HR 
vendors shared the same values for managing people. 


WHEN DO COMMITTED EMPLOYEES RETIRE? THE EFFECTS OF 

ORGANIZATIONAL COMMITMENT ON RETIREMENT PLANS UNDER A 
DEFINED-BENEFIT PENSION PLAN 

ANDREW A. LUCHAK, DIONNE M. POHLER, AND IAN R. GELLATLY 581 


The question of when committed employees retire is important to consider under a defined-benefit pension 
plan, which credits employees with benefits of lower overall value for retiring either too early or too late. We 
find employees with higher levels of affective commitment more likely to plan to retire later and past the age 
when it is most financially attractive for them to leave the organization. In contrast, employees with moderate 
to high levels of continuance commitment plan to retire earlier and at ages when it is most attractive for them 
to do so. Implications for HR policy and practice are discussed. 
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WOMEN AT WORK: DIFFERENCES IN IT CAREER EXPERIENCES AND 
PERCEPTIONS BETWEEN SOUTH ASIAN AND AMERICAN WOMEN 
MONICA P. ADYA 601 


A growing minority representation in the information technology (IT) workforce coupled with a “youth bulge” 
in developing Asian countries are indicative of increasing diversity in the U.S. IT workforce. For researchers 
and practitioners, this diversity raises new management concerns. To better comprehend these emerging is- 
sues, this study compares career experiences and perceptions of South Asian women in the U.S. IT workforce 
with those of American women IT professionals. In doing so, it contrasts social, cultural, and individual fac- 
tors that impact these career experiences. Interviews revealed that while most women from South Asia did 
not identify career genderization in the workplace, American IT professionals perceived greater stereotyping 
and discrimination. Although both groups equally felt the pressures of work-life balance, the impact of these 
pressures on long-term commitment to IT careers was felt differently across the two groups. Differences also 
are evident in perceptions of IT work, mentoring relationships, and coping mechanisms relied upon by the 
two groups. The article concludes with recommendations for improved diversity integration in the workforce 
and provides suggestions for future research in multicultural settings. 


A CASE FOR SEXUAL ORIENTATION DIVERSITY MANAGEMENT IN SMALL 
AND LARGE ORGANIZATIONS 


NANCY E. DAY AND PATRICIA G. GREENE 637 


In the 14 years since the Society for Human Resource Management added sexual orientation to its nondis- 
crimination statement, many organizations, including a large majority of Fortune 500 companies, have be- 
come more accepting of gay and lesbian workers. However, both small and large organizations may not have 
decided if this diversity is a type they wish to address. This article makes the case that to be competitive in the 
labor market and maximize the customer base, inclusiveness may be a requirement. We make this point by 
first describing current practices that create inclusive environments. To explore differences between small and 
large employers, we then present an exploratory study that shows that small firms may already have advan- 
tages in establishing inclusiveness. Interviews are presented that further investigate how work climates may 
exist for gay and lesbian employees in small and large organizations. Best practices and recommendations for 
creating and maintaining an inclusive workforce are then presented. 
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HR SCIENCE FORUM 
ORGANIZATIONAL CHANGE CYNICISM: THE ROLE OF EMPLOYEE INVOLVEMENT 
MICHELLE BROWN AND CHRISTINA CREGAN 667 


Organizational change efforts can bring about a range of outcomes: some intended, such as organizational sur- 
vival and profitability, and some unintended, such as heightened levels of organizational change cynicism (OCC) 
among employees. This article focuses on processes for managing OCC: we examine the role of information 
sharing and involvement in decision making as ways to lessen employee reports of OCC. While both of these 
strategies have the potential to be effective, they rest on a significant assumption—namely, that employees will 
enthusiastically embrace any opportunities to become involved. In this research, we investigate this assumption 
through an analysis of the relationship between an employee's willingness to become involved (“active orienta- 
tion”) on employee reports of their OCC. We find, using data from 1,214 public-sector employees, that an active 
orientation toward involvement plays a significant role as a moderator in reducing employee reports of OCC. The 
findings suggest that HR practitioners concerned about OCC should encourage their line managers to adopt a 
participatory style of management (information sharing, involvement in decision making), especially in those 
workplaces where employees are more likely to embrace the opportunities for involvement. 


STRATEGIC HRM IN CHINA: CONFIGURATIONS AND COMPETITIVE ADVANTAGE 
IRENE H. CHOW, JIA-CHI HUANG, AND SHANSHI LIU 687 


The strategic HR literature suggests that a firm will perform better through internal appropriate fit among 
HRM practices (the configuration fit) and through external appropriate fit between a firm’s HRM practices and 
business strategy. The present study adopts a configuration approach to identify unique patterns of HR prac- 
tices and business strategy that are posited to be maximally effective. The proposed relationships were empir- 
ically tested by surveying with a sample of 241 business firms in Guangzhou, South China, to find out the ex- 
tent that four HR configurations could be successfully adopted in the Chinese context. The results revealed 
that HR configurations are significantly related to effect in predicting overall outcome performance and 
turnover, but not significantly related to effect on sales growth and profit growth rates. Research findings 
showed not only competitive strategies are significantly related to effect on HR configurations. The results 
also showed significant interaction effects between HR configurations and business strategy in their effect on 
profit and sales growth. These results further extended support for a contingency perspective in strategic HRM 
to the Chinese context, with significant practical implications for managing HRM in China. 


HUMAN RESOURCE MANAGER INSIGHTS ON CREATING AND SUSTAINING 
SUCCESSFUL REDUCED-LOAD WORK ARRANGEMENTS 
ALYSSA FRIEDE, ELLEN ERNST KOSSEK, MARY DEAN LEE, AND SHELLEY MACDERMID 707 


Although human resource managers have critical insights into the successful implementation of reduced-load 
work arrangements, relatively few studies focus on their perspective. These arrangements are a growing work 
form for employees who choose to work less than full-time with a commensurate decrease in salary. Qualita- 
tive data analysis was used to identify key success factors noted in interviews with 52 HR managers in 39 
companies. Individual employee characteristics (e.g., self-regulatory work habits) were viewed as most criti- 
cal. Also important were the design of the arrangement (e.g., clarifying the arrangement in advance) and 
workgroup relationships (e.g., positive supervisor-employee relationships). We conclude with eight new take- 
aways for HR managers on how to create and sustain successful reduced-load work arrangements and direc- 
tions for future research and practice. 


IS THE DOCTOR IN?) A RELATIONAL APPROACH TO JOB DESIGN AND THE 
COORDINATION OF WORK 


JODY HOFFER GITTELL, DANA BETH WEINBERG, ADRIENNE L. BENNETT, AND JOSEPH A. MILLER 729 


When designing jobs, the degree of specialization is a key consideration. Though functional specialization allows 
workers to develop deep areas of expertise, it also increases the challenge of coordinating their work. In this arti- 
cle, we propose the concepts of stage- and site-based specialization and posit that together they can counteract 
the divisive effects of functional specialization. Taking advantage of a natural experiment in physician job design 
at a Massachusetts hospital, we explore the impact of stage- and site-based specialization on coordination and 
performance outcomes. Building on recent interest in relational approaches to job design, this study is the first 
to link relational job desigin to relational outcomes such as coordination. Our findings have practical implications 
for job design in professional service settings such as education, consulting, and health care. 


EMPLOYEE REACTIONS TO GAINSHARING UNDER SENIORITY PAY SYSTEMS: 

THE MEDIATING EFFECT OF DISTRIBUTIVE. PROCEDURAL. AND 

INTERACTIONAL JUSTICE 

SEUNGWOO KWON, MIN SOO KIM, SUNG-CHOON KANG, AND MYUNG UN KIM 757 


This study examines the effects of gainsharing under seniority-based pay systems on employee attitudes in 
Korea. It is hypothesized that gainsharing, which emphasizes performance, employee participation, and ccop- 
eration enhances employee perceptions of distributive, procedural, and interactional justice, and that this, in 
turn, produces positive employee attitudes. The participants were a sample of individuals from five firms that 
combined seniority-based pay and gainsharing incentives and five comparable firms that used only seniority- 
based pay. The results supported the partial mediation model whereby distributive and interactional justice 
partially mediated the effects of gainsharing on employee attitudes, but procedural justice did not. The practi- 
cal implications of this international compensation research include careful consideration of the integration of 
gainsharing with the total rewards mix in an organization. 


THE ROLE OF CORPORATE CULTURE IN THE PROCESS OF STRATEGIC 
HUMAN RESOURCE MANAGEMENT: EVIDENCE FROM CHINESE ENTERPRISES 
LI-QUN WEI, JUN LIU, YICH! ZHANG, AND RANDY K. CHIU 777 


Extant research on strategic human resource management (SHRM) has primarily focused on the content of 
SHRM (best practices, bundles of practices, etc.) and its effect on firm performance. Little research has exam- 
ined the SHRM process so as to better understand how SHRM is adopted and implemented and what impact 
it has on organizational processes and outcomes. This article examines the role of corporate culture in the 
SHRM adoption and implementation process. Empirical results from a sample of 223 Chinese enterprises indi- 
cate that corporate culture has an impact on the adoption of SHRM, and that different types of culture affect 
the SHRM process differently. Specifically, group and developmental cultures have positive effects on the 
adoption of SHRM, but the effect of hierarchical culture is not significant. Developmental culture is also found 
to have a direct effect on firm performance. This study offers significant implications for HRM in China and 
other dynamic and emerging economies. 
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REVOLUTIONIZING THE WORKPLACE: A CASE STUDY OF THE FUTURE OF 

WORK PROGRAM AT CAPITAL ONE 

SHILPA KHANNA AND J. RANDOLPH NEW 795 


Today’s workplace designs are being revolutionized due to the changing nature of work and worker profiles, 
the impact of technology, and the need for organizational efficiency and flexibility. Our case study of the Fu- 
ture of Work (FOW) program at Capital One highlights how thoughtful segmentation of work styles, supportive 
HR policy, customized workplace design, and the optimal use of technology can enhance knowledge work. 
FOW results show clear success in terms of increased employee satisfaction leading to improved organiza- 
tional performance along with better real estate asset utilization and flexibility. To assist HR leaders and plan- 
ners, we suggest a practical model that shows the impact of workplace design requirements on employee be- 
havior and ultimately on organizational outcomes. 
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PREPARING FOR ORGANIZATIONAL DEATH: PROACTIVE HR ENGAGEMENT IN 
AN ORGANIZATIONAL TRANSITION 


MITCHELL LEE MARKS AND RONNY VANSTEENKISTE 809 


This article describes an HR team’s call to action in managing an organization's transition f’om healthy, vi- 
brant, and financially successful workplace to its death after being acquired. The HR team countered conven- 
tional practice in two key ways. First, despite being from the seller’s side, it acted unusually early in the com- 
pany’s acquisition and operated proactively throughout the integration process. This constructive approach 
stemmed from the self-confidence developed in the HR function over years of process improvement and cul- 
ture change. Second, the HR professionals were motivated (rather than threatened) by the high stakes in- 
volved in this organizational transition. Their company —with its industry-leading business results and a loyal, 
long-tenured workforce—was slated to be closed, dismantled, and auctioned off in pieces to other firms. The 
HR team’s mission was to help people deal with the death of their current employer and prepare for life after- 
ward while maintaining a focus on business results. This article shows how HR helped senior leadership han- 
dle the challenge of retaining the talent needed to meet customer commitments and keep the business run- 
ning while also readying people for an uncertain future with many eventual layoffs. 


THE TWENTY-FIRST-CENTURY HR ORGANIZATION 
DAVE ULRICH, JON YOUNGER, AND WAYNE BROCKBANK 829 


Like any value-creating staff function, HR departments should operate as a business within a business. Others 
have focused on the strategy and direction of HR departments. This article examines the next evolution for how 
HR department organization structure can deliver value based on two premises: (1) HR organization should be 
structurally aligned with the organization structure of the business and (2) because diversified/allied business 
models prevail, it is important to lay out the five roles and responsibilities of HR that respond to this organization 
model: service centers, corporate, centers of expertise, embedded HR, and operational HR. The article lays out the 
duties of each role, the relationship among these roles, and suggestions for implementing this new HR structure. 
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